This research aims to compare how both employee and supervisor's gender can affect the relationship between each other in tourism organization, in terms of interaction patterns which includes many aspects such as the communication style between supervisors and subordinates, supervisor feedback, mentoring and conflict management, The cross gender combination(malemale, male female, femalefemale, female-male)are highlighted and to study which gender combination has the highest effect on relationships in the tourism organization.
and Fletcher et al. (2000) found that female managers were able to achieve effective outcomes by connecting with their subordinates and developing their subordinate's competencies including self-confidence (Basow & Rubenfield, 2003) .
Other research has shown that male managers are more motivated to work in competitive environments where they exert an assertive role, are able to impose their wishes on others, and stand out in a group of people (Eagly, Johannesen-Schmidt, & Van Engen, 2003) . These psychological gender differences in communication styles and influence tactics create stereotypical roles for men and women in the workplace, providing a set of expectations for what is expected of women (Merchant,2005) . As a result, some female supervisors feel that they have to be tough in order to rise into the managerial ranks in a competitive industry; They have to change their communication style in an effort to adapt to male-dominated hierarchical organizations ,so they can become more direct and unresponsive to the feelings. These changes from a feminine to more masculine style are incongruent with sex role expectations (Lamude & Daniels, 1990 ). This appears to be especially problematic for female subordinates who anticipate that a female supervisor will empathize more with their personal and professional problems. They are surprised and disappointed. In addition, females are supposed to communicate with their superiors for affection and relaxation,when female supervisors do not satisfy these motives for communication, female subordinates feel violated. (Williams&locke ,1999) .
Feedback
Effective feedback is important to identify the gap between actual and desired performance (Frese&Zapf, 1994) , thus it should provide specific and unambiguous information regarding the problem and the correction solution. It should provide opportunities for participation by the receiver (DeNisi & Kluger, 2000) . Geddes and Lineham (1996) identified the following four dimensions of negative feedback: (a) message content (explicit vs. implicit), (b) message style (constructive vs. destructive), (c) knowledge of performance context (high vs. low), and (d) standards of evaluation Male and female managers may differ in the approach of providing feedback; Male managers generally adopt a six-step sequence for giving a subordinate feedback on their work performance .Their strategy for raising the issue is composed of three steps: invite the subordinate to a private setting, calmly raise the issue, and then reassure the subordinate of their value. Their subsequent strategy for resolving the issue included a further three steps: (a) offering practical advice, (b) inviting feedback on the advice, and (c) discussing implementation strategy. On the other hand, Female managers are more concerned with managing the context of feedback and the subordinate's reaction to prevent hurt and anger in contrast to male managers. Their feedback strategy is composed of 12-step.The strategy for initiating the interaction includes 5 steps to affirm the subordinate's value prior to giving negative feedback by :(a) establishing a private setting, (b) making general inquiries regarding work progress and inviting subordinate self-appraisal, (c) acknowledging positive aspects of subordinate's work performance, (d)calmly raising the issue of concern, and (e) inviting subordinate's reaction. The female managers' strategy for resolving the issue includes a series of cycles of interaction, problem solving , and action planning. Generally, The female manager strategy can be clearly distinguished by its high level of interactiveness and directness. It is consistently a bilateral interactive. The female also appears uniquely to involve a gradual escalation of directness.As shown; the female manager strategy differs in the type, number, and ordering of its elements. In the initiation phase, for example, it involves a four-step sequential process, the male manager feedback is simpler as it involves two steps of address and affirms or address and acknowledge. Both systematically differ from the female strategy in that feedback is given (i.e., the issue is directly addressed) in the absence of the preparatory activities of asking the subordinate for his or her perspective and affirming the subordinate's standing. The female strategy is considered by both men and women as the most effective way to "raise the issue" and as more likely to result in a subordinate considering changing his or her behavior (Lizzio et al., 2003) . Carli (1990) suggests that a more direct approach would be more effective with men however with women there may be a need to be less direct.However, it is important not to overstate the apparent differences between the feedback strategies endorsed by male and female managers.Female managers will be evaluated more harshly than their male colleagues for delivering any form of negative feedback to a subordinate (Eagly, Makhijani, and Klonsky, 1992) .
Mentoring
Mentoring is the communication between supervisor and subordinate that helps, comforts, cares for, and aids one or both persons. This unique form of human contact reduces uncertainty, provides a sense of personal control, and creates a stronger bond between the participants. Mentoring can serve to reduce the negative consequences of stress brought on by organizational factors such as role ambiguity, work overload, and job uncertainty (Williams& Locke,1999) .The unique characteristics of mentoring clearly establish the relationship between the spervisor and subordinate as interpersonal. The mentor guides, counsels, and encourages the younger person, known as a"potégé". Within the mentoring relationship there are stages of coming together and coming apart, and feelings of intimacy. Mentoring combines aspects of a work relationship as well as a personal relationship ( (Kalbfleisch & Davies, 1993) . The mentor provides both career development and psychosocial support. The career development function includes sponsorship, visibility to others, protection, and offers of challenging assignments. The psychosocial function enhances a subordinate's feeling of competence and sense of identity in the organization. mentors are known for their ability to inspire change in the values and needs of their followers so that individual interests are subsumed under the collective goals of the organization, they help develop their followers to their full potential, offer rewards in exchange for compliance by rewarding their followers for meeting objectives and punishing them for failing to meet objectives (Avolio, 1999) . The subordinate, on the other hand, gains increased self confidence, ways of dealing with people, self insight, ways to approach problems, and an increased understanding of the organization. Furthermore, researches indicate subordinate enjoy the additional benefits of having greater job satisfaction , being promoted more often, attaining an executive position at a younger age, and receiving greater total compensation, including salary, bonuses, and benefits (Whitely,Dougherty, & Dreher, 1991) .Mentors can also benefit from the relationship as they find internal satisfaction from knowing that they have made a positive impact on a younger person, they also receive recognition within the organization from colleagues for successfully developing younger talent. On the downside, mentors may feel threatened by a protégé's growth and development; lack of recognition can also be a problem (Williams& locke, 1999) . Researches showes that female superiors' behavior generally includes supporting, rewarding, mentoring, networking, consulting, team building, and inspiring, whereas masculine behaviors include problem solving, influencing upwards, and delegating (Martell & DeSmet, 2001) . That is why female supervisors tend to participate in mentoring relationship with their subordinates which implies mutual empathy and empowerment. Some researches show that mentors provide more psychosocial functions to women than men, women supervisors mentor more women than men, and women prefer female mentors. Female subordinates often feel more isolated in the organization, and feel like they receive less mentoring from their immediate supervisor (Ragins & cotton,1999) . They perceive more barriers in acquiring a mentor. These barriers include restricted access to potential mentors (i.e., senior executives), the perception that mentors were unwilling to enter into a relationship with them, and the feeling that other people would disapprove of the relationship, or misconstrue it as being sexual rather than professional. Jordan et al.( 1991) showed.that women with female supervisors received the least amount of mentoring (i.e., collegial social support, coaching, and task mentoring) as compared to men with female supervisors or women with male supervisors.In contradiction. Ragins & Cotton(1999) found that female subordinates with female supervisors perceived the least mentoring behavior. Not only do these results contradict the advice given to women that they need to acquire a female mentor, they also contradict the mentoring research which indicates mentors provide more psychosocial functions to women than men (Burke, McKeen, & McKenna, 1993) . This explains the findings of Burke and McKeen (1995, 1996) that women reporte a small preference for a female rather than a male supervisor. However, Williams & Locke (1997) has shown women are just as likely to be mentored as men. .On the opposite, Moore et al.(2005) found that women with female mentors reported more psychological support than did women with male mentors. This shows that the effect of gender on mentoring relationship is very controversial, it differs from one study to another.
Conflict resolution
Considering the conflict management style, researchers have found that the supervisors' gender has the greatest effect on conflict resolution style (Shadare et al., 1998) .For example, in efforts to resolve conflicts, women generally use "soft" tactics (Lucas & Lovaglia, 1998) and indirect negotiation strategies. Men, on the other hand, report greater use of "hard" tactics (e.g., pressure and contention) (Carothers & Allen, 1999) . Female superiors are regarded as less competent than male superiors when providing criticism to their subordinates (Sinclair and Kunda, 2000) . Researchers have indicated that female supervisors tend to use interpersonal, compromising, cooperative , avoiding methods. In contrast, there is evidence that male managers tend to use more aggressive competitive, confronting, assertive strategies more often and faster than female managers. (Shadare et al., 1999) . Female managers use communication before resorting to using power. Also, female supervisors were found to use confrontation less than male supervisor (Mulac, Siebold, & Farris, 2000) . Sorenson and Hawkins (1995) reported that male managers assumed competitive conflict resolution strategy more than female managers; and female managers assumed compromising conflict resolution strategy more often in conflict than their male counterparts. Male managers simply sanctioned themselves to use formal authority to deal with the issue, whereas female managers expected themselves to employ more interpersonally complex and facilitative modes of intervention (Lizzio et al., 2003) . Male aggressiveness and coercion during collective bargaining process usually make them ineffective in managing industrial conflict. Female relational and compromising skill acquired through family role tends to afford them opportunity to negotiate and lobby for peaceful co-existence of the organization rather than male managers that seem to be too coercive and aggressive at the bargaining table (Moore et al., 2005) .
Meanwhile there is some common characteristica in conflict resolution between male and female supervisors such as, rules for politeness, self-control, rationality, and self-defense expression (Wilson et al.2003) . From the subordinate side, both male and female subordinates are more likely to pursue their interests in a conflict with a female supervisor and less likely to use confrontation with a male supervisor. supervisors of both genders may not possess innate conflict resolution style but the interaction with male or female subordinate affects the used style. They also found that male subordinates use confrontation more often with a female supervisor and female subordinates used avoidance more often with male supervisors (shadare et al.,2011) .
Emperical
This study was conducted in the Egyptian ministry of tourism in Cairo, Egypt as the biggest administrative organization that influence the tourism in Egypt ,therefore it was important to study one of the influential factors that may affect relationships into this organization. The big number of employees in this organization make the results from the research more significant .
The number of employees in the ministry of tourism is 1418 employees, of which 789 males and 620 females. The researcher distributed 550 questionnaires, only 485 of them where analytically valid . The distribution of the respondents was as shown in table (1). As there is an overlap between the role of supervisor and the role of the subordinate (one's supervisor may be a subordinate of someone else) .The researcher has designed one questionnaire that consists of two sections ;the first section contained information about the respondents such as their name ,age, position and a highlighted question about their sex and the sex of their direct supervisor that was marked to be obligatory .this part was used to measure the four sex combination in analyzing the questionnaire as shown in table (2) . The first combination (male/male) represented 34% of the respondents , combination (female/female) represented 13.8%
,the third combination (male/female) represented 22.5%,the fourth combination(female/male) represented 29.7% of the total respondents. The second part of the questionnaires consisted of the 5 point likert scale questionnaires that tested the four dimensions of relationship between supervisor and subordinate: communication , feedback ,mentoring and conflict resolution .
Results and discussion
The data was collected and entered into personel computer.Statistical analysis was done using Statistical Package for Social Sciences (SPSS) software ,the statistical method used as follow :Arithmatic mean, standard deviation .For categorized parameters Chai square was used , while for two groups T test was used for parametric data , the level of significance was 0.5. The first independent variable which is the influence of gender on communication style is represented in Table ( 3) It shows that in both male/male and female/male dyads the conversation tend to be limited to work issues ,however in the female/ male dyad some social issues are more likely to be brought up during the conversation, the female/female communication style is the friendliest, male supervisors tend to communicate more with their female subordinates than with their male subordinates, on the other hand female supervisor are more strict with their male subordinates may be because they want to break the social assumption that females tend to talk more about social matters ,we also find females more confident in the latter dyad and less controlling(25.8%) than in the female/female dyad(32,8%).Also female manager encourage her female subordinate 82.1% more than their male subordinate(68.8%),although male supervisor encourage both his male and female subordinate almost the same(77.6% ,72.2%) ,male supervisors are more democratic with their female subordinate (56.9%). Generally table (3) shows that male supervisors tend to be more controlling, self confident, strict with their male subordinates, they tend to be more flexible and friendly with their female subordinate. Female superior tends to be stricter with their male subordinate than with their female ones, the communication in the female/ female combination is more friendly and confident. Generally there isn't a significant difference in the feedback style between the four sex dyads ,there is a very slight difference between them male superior prefer to give feedback to their subordinates in privacy ,female superior doesn't care about this especially if the subordinate is a female but they begin their talk with them by mentioning the positive things and they like to take their suggestion about how to solve the situation(62.7%) ,do this less often with their male subordinates(54.9%). Results show find female subordinates tend to defend themselves more especially with their male superior(67%),and they explain their point of view about the reasons of difficincies(76.1%).
As for the mentoring relationship ,it is the best in the female/female dyad as shown in table (5) the female superiors support their female supervisor the most (67.2);the worst mentoring dyad is between female superior who support their male subordinate the least (49.3%).male superior support their male subordinates the most in case of financial rewards(61.8). 
Conclusion
The effect of sex dyads in the Egyptian tourism organization is very significant , male and female act very differently in work relations depending on the sex of the person they are dealing with whether superior or subordinate. Despite of the general idea that female supervisors to be more friendly in their work relationships ,the study has shown that this differ significantly if their subordinates are males female supervisor tends to be more proffessional .While Egyptian male supervisors in tourism organization tend to be softer in their relation with their female subordinate. Unlike most researches in the theoretical overview (Frese&Zapf,1994 ,Geddes and Lineham,1996 , DeNisi & Kluger, 2000 that shows a significant difference in the feedback style between male and female supervisor this study shows a very slight difference in both styles.
In the tourism organizations in Egypt the best mentoring relation exist between female superior and subordinate. In conflict resolution females avoid confrontations and men pursuie their conflicts untill they get what they want ,If we need to find compromises this would be better in similar combinations. This study shows that work place relations are affected by the gender combinations , which can be reflected on the productivity , job satisfaction and many managerial aspects.
Further research

